analytic evaluation of over 100 studies and concluded that a high level of perceived control, measured as the degree of autonomy or participation in decision making an individual enjoys was associated with high levels of job satisfaction, organizational commitment, motivation, and performance and low levels of physical and psychological symptoms of stress.
In this article, we propose that perceived control plays an especially important role in the functioning of a particular type of individual, those exhibiting high levels of Type A behavior. The Type A behavior pattern is an epidemiological construct originating from Friedman and Rosenman's (1959, 1974) clinial observations of patients with coronary heart disease. Those authors described the pattern as "a complex of emotional reactions" (1974: 69) characterized by excessive achievement striving, competitiveness, time-urgency, and aggressiveness. Researchers have assumed that a need for control motivates people with high levels of Type A behavior (Glass, 1977) . This need is thought to underlie their concern for competition and their fear of missing deadlines or wasting time. Glass (1977) also argued that these individuals' constant struggle to maintain control over their environment results in heightened physiological activity and eventual high risk for coronary heart disease. Research on Type A behavior has suggested that it is a risk factor in coronary heart disease (Cooper, The purpose of the present study was to examine the moderating role of perceived control on the relations of Type A behavior to job performance, job satisfaction, and somatic complaints. Although previous research (Davidson & Cooper, 1980; Glass, 1977) has demonstrated that people exhibiting Type A behavior respond to the need for control by striving to attain and maintain it, no one has examined the interactive impact of perceived control and Type A behavior on important outcomes of the control-striving process, including job performance and job satisfaction. If such individuals constantly strive to achieve more and more in order to feel in control, the extent to which they perceive that they are actually in control ought to have important implications.
Two arguments underlie this contention. First, when perceived control is low, people with high levels of Type A behavior may be distracted from concentrating on their performance tasks per se as they divert effort toward strategies to regain control. In contrast, those low on Type A behavior may not attend to the controllability of events as much as those high on Type A behavior (Prkachin & Harvey, 1988 ) and may simply live with the experience of low control and thus remain focused on tasks. When a situation allows high perceived control, those high on Type A behavior should enjoy better performance and more job satisfaction than those low on Type A behavior because the need to reestablish control is not a distraction. Consequently, those high on Type A behavior should be more satisfied than those low on the behavior and their tendency to focus on tasks should result in strong feelings of self-efficacy, high performance goals, and high motivation to work on several projects at the same time. According to Taylor and her colleagues (1984), these mechanisms give those high on Type A behavior a performance advantage over others.
Second, according to Strube's (1987) self-appraisal model, people high on Type A behavior place a high value on the attainment and accurate assessment of success, productivity, and accomplishment. Compared to those low on Type A behavior, the former respond to situations that create uncertainty about their abilities with greater attempts to generate diagnostic information. Situations of low perceived control might inhibit them from generating information regarding their abilities or from making personal or internal attributions for what they accomplished. These situations thereby reduce levels of motivation and satisfaction for those high on Type A behavior. On the other hand, situations in which perceived control is high may facilitate their ability to generate information to confirm their task-related competencies and therefore increase their motivation and job satisfaction. In essence, those high on Type A behavior need some perceived control to assess whether they have achieved something, and the conclusion that they have done so promotes satisfaction and performance.
Additionally, literature reviews by Ganster (1986) and Ivancevich and Matteson (1988) have indirectly suggested the importance of perceived control in the relationship between Type A behavior and work-related outcomes. For example, those authors discussed research findings showing a positive association between Type A behavior and individual performance in academic settings, using both professors and students as subjects. However, results concerning this link in nonacademic organizations have been decidedly mixed (Ganster, 1986). It is possible that students and professors have higher perceived control over how they spend their time and the order in which they undertake tasks than people in other settings. This perception of control might reduce distraction and afford a good opportunity for those high on Type A behavior to verify their task-related competencies. As a result, they will be more satisfied and perform better in these settings than other individuals. These arguments suggest that Hypothesis 1: Individuals exhibiting high levels of Type A behavior will perform better and be more satisfied with their jobs than individuals exhibiting low levels, especially when the former perceive that they have a high level of control in their jobs. The relationship between Type A behavior and reported somatic symptoms is also of interest. Previous research has provided mixed support for Strube (1987) proposed that such individuals will find uncertainty stressful. However, when people can locate or diagnose their ability levels, as they can when perceived control is high, individuals high on Type A behavior should experience less stress and physiological response than they will in situations of low perceived control. Further, the distracting quality of low-control situations ought to induce stress for those high on Type A behavior. Thus, Hypothesis 2: Individuals exhibiting high levels of Type A behavior will report more somatic complaints than individuals exhibiting low levels, especially in situations in which perceived control is low.
METHODS

Respondents and Procedures
The respondents for this study were employees of a variety of organizations in the northeastern United States. The first group consisted of 59 industrial hygienists who were members of the Delaware Valley Section of the American Industrial Hygienist Association. The second consisted of 71 internal auditors, members of the Philadelphia Chapter of the Institute of Internal Auditors, Inc. Members of these two associations received a copy of a questionnaire by mail with a cover letter written by the president of their association explaining the purpose of the survey and stating that their participation was voluntary. All respondents were assured of confidentiality and given self-addressed, stamped envelopes in which to mail their completed questionnaires to us. The response rate for the industrial hygienists was 24 percent, and for the internal auditors it was 25 percent.
The third group was 35 registered nurses attending an evening and weekend nursing program at a major university in the Northeast. Questionnaires and envelopes were distributed by instructors who explained the purpose of the study and stated that participation was voluntary and responses confidential. The response rate for this group was 35 percent. The fourth and last group consisted of all 18 full-time employees among the people attending a class offered by the senior author. These respondents were also assured of confidentiality and given self-addressed, stamped envelopes in which to mail their completed responses back to us. The combined response rate for the first three groups of respondents was 28 percent All respondents were also asked to give their supervisors a short (onepage) performance appraisal questionnaire to fill out; 91 supervisors returned completed questionnaires.
In the overall group, 60 percent were men and the mean age was 38.5 years. All respondents indicated that they had some graduate school training. The mean level of length of company tenure was 8.7 years, and the average tenure in the current division was 4.7 years. The measure of perceived control used here was a scale we used in previous work to measure powerlessness (Ashford, Lee, & Bobko, 1989). However, the content of the scale's three items directly reflects our definition of perceived control as the belief that a response that can influence an event's aversiveness is at hand. The items are: "I have enough power in this organization to control events that might affect my job," "I understand this organization well enough to be able to control things that affect me," and "In this organization, I can prevent negative things from affecting my work situation." For these items, 1 equaled "strongly disagree" and 5, "strongly agree." Six items were used to assess an individual's general job performance. Examples are "How effective is this employee in his or her job?" (1 = not at all effective and 7 = extremely effective), "Please rate the quality of the work this employee produces" (1 = low quality and 7 = high quality), and "Please rate the quantity of work this employee produces" (1 = low quantity and 7 = high quantity). We matched immediate supervisors' answers to particular respondents using code numbers.
Measures
Job satisfaction was assessed with five items from the general satisfaction scale of the Job Diagnostic Survey (JDS) (Hackman & Oldham, 1975 ). We measured somatic complaints using the ten-item scale developed and evaluated by Caplan, Cobb, French, Harrison, and Pinneau (1975), which asks respondents how frequently (never, once or twice, three times or more) they have been bothered by symptoms such as "heart beating hard," "dizzy spells," and "trouble sleeping" in the past month.
A final measurement concern was controlling for gender and age. Previous Type A research has focused on middle-aged, middle-class, employed American men. Price (1982) noted apparent gender differences in how people manifested specific Type A behaviors and characteristics, and Friedman and Rosenman (1974) suggested that Type A behavior increasingly manifests as people grow older. Therefore, we controlled for both gender and age in all the regression analyses conducted. Table 1 shows the means, standard deviations, alphas, and intercorrelations of the variables used in this study. The extent of Type A behavior was positively related to performance ratings (r = .25, p < .01) but unrelated to job satisfaction (r = -.02, n.s.) and somatic complaints (r = .07, n.s.). Perceived control was unrelated to Type A behavior, performance, or somatic complaints, but it was positively related to job satisfaction (r = .33, p < .01). Since Type A behavior was unrelated to perceived control, the possibility that people high on Type A behavior perceived more control than those low on Type A behavior in the same situation cannot serve as an alternative explanation for the hypothesized results of this study.
RESULTS
To test perceived control's hypothesized moderating effect in the rela- Table 2 ), we entered the demographic variables first, then Type A behavior, perceived control, and finally, the interaction of Type A behavior and perceived control. Table 2 presents the results of these regression analyses.
Results indicate that the interaction of Type A behavior and perceived control was significantly related to performance (3 = .26, AR2 = .05, p < .05), job satisfaction (p = .19, AR2 = .03, p < .05), and somatic complaints (P3 = .19, AR2 = .03, p < .05). Thus, all the interactions were statistically significant.
To further explore the direction of the moderating relations, we split the respondent group into those with high levels of perceived control and those with low levels, using the median value as the dividing point. We then correlated Type A behavior with performance, job satisfaction, and somatic complaints within subgroups. The results demonstrate that Type A behavior and performance were highly correlated when perceived control was high (r = .51, p < .01) but showed no relationship when perceived control was low (r = .01, n.s.). In addition, when perceived control was high, Type A behavior was positively related to job satisfaction (r = .15, p < .10) and somatic complaints (r = .15, p < .10). On the other hand, when perceived control was low, Type A behavior was negatively associated with job satis- faction (r = -.24, p < .05) and somatic complaints (r = -.10, n.s.). We assessed the significance of the differences in these correlations using Fisher's r-to-z conversion for independent correlations (Cohen & Cohen, 1975: 50-52). All pairwise differences in correlations between the subgroups with high and low levels of perceived control were significantly different from zero (p < .05).
DISCUSSION
Support emerged for the hypothesized significance of the interaction with performance and job satisfaction in this study. Results of the moderated regression equations indicate that perceived control interacts with Type A behavior to facilitate high job performance and satisfaction: the performance of people high on Type A behavior is enhanced in situations in which they have a high degree of perceived control. The results further suggest that in order to motivate highly competitive, achievement-oriented Type A individuals, organizations and supervisors should consider taking steps to increase their perceived control. Such steps might include reducing role ambiguity and role conflict, participatively setting goals with these individuals, placing them in relatively autonomous jobs, and providing them with tasks in which they have a high degree of control over work scheduling and work methods. These types of interventions should increase both performance and job satisfaction. However, some of the effects found in this study were small. Given the correlational nature of this study and the interactive model used, future research should try to replicate these findings, preferably using longitudinal or field experiment designs.
When somatic complaints was the criterion, a significant interactive effect of perceived control again emerged. However, the weak but positive relationship between Type A behavior and somatic complaints when perceived control was high is somewhat perplexing. It may indicate that maintaining control is of paramount importance to Type A individuals (Glass, 1977) , who may react strongly to their internal demands for maintaining control in their occupational environments by working harder, longer, and faster. Although such coping behaviors may result in high job performance ratings, there is a small probability that such individuals pay a price in somatic distress. Future studies should assess if the short-term somatic complaints reported depress long-term job performance and raise health risks.
The significance of the correlation (r = .25, p < .01) between Type A behavior and job performance regardless of perceived control levels also provides support for the notion that Type A individuals tend to perform better at work than others. Our finding replicates those of numerous studies conducted in laboratory and academic settings (Glass, 1977 suggested that job types may moderate that relationship. However, Ganster and Mayes (1988) did not find such a moderating effect. Although the number of organizations and sample size were rather small in that study, which is unpublished, we did not find any statistically significant moderating effect in the current data either.2
In sum, the results of this study suggest that people with high levels of Type A behavior and perceived control tend to be more productive, have higher job satisfaction, and report more somatic complaints than Type A people low in perceived control. Clearly, perceived control is a critical moderating variable in the study of Type A behavior in organizational settings. However, contrary to Spector's (1986) finding, perceived control itself was unrelated to performance in this study. It is possible that differences in the measures of perceived control account for the difference in findings. In Spector's meta-analytic review, measures designed to tap both autonomy and participative decision making were used as control indexes. Previous studies have focused on examining the need for control and coping behaviors of individuals high on Type A behavior in relatively shortterm, well-controlled laboratory environments. This study, however, examined people working in a variety of organizational settings using outcome variables relevant to those settings. Ganster (1986) noted that the Type A construct is particularly interesting to organizational researchers when the laboratory can be generalized to a work environment in which time-based demands, competition for limited resources, and threats to internal control are predominant. This study provides an important initial look at how perceived context may interact with Type A behavior to affect important outcomes. Future studies should also examine the effects of perceived organizational environment on the health, career choices, career advancement, work accomplishment, and quality of life of people with high levels of Type A behavior.
